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There were lots of studies on person-job fit proved to promote meaningful work and work engagement, still
there is no evidence about the role of meaningful work as mediator between person-job fit and work
engagement for millennial generation workforce. The Millennials will dominate 50% of the workforce in
2020 and predicted to be increasing to 75% in 2025. The Millennial Generation has distinctive
characteristics compared to those of previous generations (Baby Boomers and Generation X). They are
easily quitting their job sometimes because they just wanted to. Therefore, management needs strategies to
retain them and make them more engage in their work. Regression analysis with bootstrap method was used
to investigate the hypothesis that meaningful work mediates the effect of person-job fit on work
engagement. Respondents involved in this study were the employees (N= 47) from state-owned company
(BUMN) with 5.4 years working experience in average (SD = 2.34). Results indicated that person-job fit
was a significant predictor for meaningful work whereas meaningful work plays as mediator between
person-job fit and work engagement. To escalate work engagement for millennials, management need to
create work design that promote fitness between workers and their jobs in order to make them experience

meaningful work.

1 INTRODUCTION

The engagement into work for millennial workforce
needs to get more serious attention because they will
dominate 50% of the workforce in 2020 and
predicted to be increasing to 75% in 2025. Number
of studies show that the engagement of millennial
generations into their work were the lowest
compared to the previous generation (Abercombie,
2014; Chawla, Dokadia and Rai, 2017; Rigoni and
Nelson, 2016). Data from Gallup shows only one-
third of U.S. employees (and 15 percent worldwide)
are actively engaged in their jobs. The number of
millennial employees who feel strongly connected to
their company’s mission is similarly low (40%).
Work engagement has a positive impact on the
individual’s performance as well as for the
organizations (Christian and Slaughter, 2011; Dalal,
et al., 2012; Kim, Kolb and Kim, 2012; Robertson,
Birch and Cooper, 2012; Singh and Karki, 2015;
Yongxing, et al., 2017; Muslim and Suhariadi, 2018)
and became the key to winning the competition in
the 4™ era of industrial revolution. It is not just
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keeping people focused on their daily workload
since engagement in the 21% century means there is a
sense of connection with organizations’ mission, of
understanding of purpose, of contribution and the
possibility to learn and develop. Technology,
incentive, rewards or Workforce Optimization (a
business strategy that integrates contact centre
technologies for customer experience to promote
operational efficiency) are no longer the key to be
more productive in work. It is more important that
employees have strong connection with their job,
with their colleagues and with the business as a
whole (Evaluagent, n.d.). When employees fully
connected with their company’s mission and with
senior leaders and also direct managers, they are
more likely to be engaged and companies with
engaged employees outperform those without by up
to 202 percent—even in a volatile marketplace
(Waite, 2018)

Organizations need to put work engagement
within employees into priority since its absence
becomes the root of the problem in the employees’
commitment and motivation (Aktouf, 1992). Bakker
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and Oerlemans (2011) propose work engagement as
a positive form of work-related subjective well-
being to explain how workers perceive and find their
work as stimulating and energizing, interesting and
also challenging so they devote their time in a
significant and meaningful effort. They are happy
with their work and compare to unhappy employees,
they are productive (Lyubomirsky, King and Diener,
2005), more active, more enthusiastic about work,
and more persistent in the face of adversity (Bakker
and Oerlemans, 2011).

Nielsen (2013) suggests organizations to change
“top-down” work redesign approach in which
management focused on optimizing job demands
and resources to create success into individualized
approach, that is taking each individual as an active
creator for own work and considering the flexibility
in adjusting with own working environment. Gordon
etal., (2018), Tims, Bakker and Derks, (2015) found
that an individualized work redesign approach
shown to significantly improve employee well-
being at work such as work engagement and
performance. Other factors that contributes to
employees’ work engagement are organizational
support, emotional labour, management by
objectives and quality of life (Septiyani and Himam,
2013; Utomo, Riyono and Budiharto, 2017;
Purboarum and Riyono, 2017) and in turn, work
engagement  significantly becomes mediating
variable for employees’ performance (Muslim and
Suhariadi, 2018).

The ability to organize work has an important
implication on individual psychological health and
happiness since work can serve as resources for
survival, access to relational connections, and
experience in gaining control over life (Blustein,
2008). Having employee with enthusiastic and
meaningful work experience, fundamentally and
significantly  contribute to organization success
(Steger, Dik and Duffy, 2012) therefore can be basis
for management to create work design that promote
motivating and meaningful working experience
(Humphrey, Nahrgang and Morgeson, 2007)

Employees develop engagement at work when
they find a sense of meaning related to work, have
capability to express ideas and opinions freely and
easy access to work resources. Interpersonal factors
as a contextual characteristic, serve as media in
creating psychological meaning, security, and
availability for employees so they will be more
engaged in their work (Kahn, 1990). Meaningful
work is one’s subjective experience about work
which then creating the feeling of significance,
facilitating personal growth, and contributing to the
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greater good (Allan, Autin and Duffy, 2016).
Furthermore, meaningful work represent the
discovery of existential meaning from experiencing
positive emotions, finding meaning from work, and
attaining goals at workplace (Lee, 2015) and as
result one can find meaning of his/her work when
there’s coherence between the characteristics one
pursues and the attributes he/she identifies at work.
(Bendassolli, et al. Torres, 2015).

Employees today are likely to have belief that
working is not only a matter of obtaining financial
security but also accomplishing social and
psychological needs (Rosso, Dekas, and
Wrzesniewski, 2010). It is important for employees
to acquire the fitness between the value at work and
their personal beliefs, since it is a key aspect to
psychological significance and the fulfillment of
needs and desires appears to be an important
mechanism in developing meaningful work (Rosso
et al., 2010). Meaningful work will increase when
employees perceive a match between self and the
job (person-job fit). This is in line with the current
notion about employees as an active agent at their
work as they are not only to pursue their personal
desires but also to deliver a meaningful contribution
which in turn produce positive impact on
organization (Arnold et al., 2007; Steger et al.,
2012).

Person-job fit (P-J Fit) is one of four elements of
the person-environment fit (P-E Fit) concept, a
framework in understanding human attitudes and
behaviors in organization setting (Kristof-brown,
Zimmerman and Johson, 2005). P-E fit means
congruence, similarity, correspondence between
people and its environment (Edwards and Shipp,
2007), the condition of which can create positive
impact individually as well as organizationally
(Edwards and Shipp, 2007). Kristof (1996) defines
P-J fit as compatibility between individuals with
certain jobs. Edward (1991) specifically proposes as
the fitness between the abilities of a person and the
demands of a job (i.e., demands-abilities) and the
desires of a person and the attributes of a job (needs-
supplies). Demands-abilities (D-A) fit refers to
capabilities the person has to meet job demands
which include knowledge, skills, abilities and other
characteristics. Need-supplies (N-S) fit means the
preferences and needs of individuals can be
supported by their work that dimensions of interests
and job characteristics as part of it. (Cable and
DeRue, 2002; Cable and Judge, 1996; Chuang,
Shen, and Judge, 2016).

Lewis and Yeoman (2016) also argued that the
millennials  workforce  considered  achieving
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organizational goals are far more important than
reaching financial objectives only—they see
financial success as a consequences of
implementation the right organisational goals and
people policies. The concept of organisational
purpose is the centre of the heart of much millennial
thinking. Personal development has a great impact in
motivating millennial in the workplace far more than
for older generations so it supports the explanation
why personal developments are not as effective as
motivator with each successive age group. Although
there are resemblances in the responses across the
generations but the millennial workforce stresses
more for the environment which provide more
freedom to express ideas and to feel safe doing it, to
have “voice” and the ability to induce decision
making. An employee-owned business is mostly the
kind of businesses which millennials fit in since they
are more likely to stay with their organisation for
over two years.

Some people are more possible to experience
meaningful work solely because they holds certain
personality traits (Lips-Wiersma, 2002;
Wrzesniewski, et al., 1997), but there are also others
factors such as job design, opportunities to interact
with others while working and jobs characteristics
which provide challenge, autonomy, and significant
tasks influence the meaningfulness of work. For the
most part, it is important for the present study to
identify person—job fit as an antecedent of
meaningful work. At the time work is consistent
with the self-concepts and/or identities employees
hold (i.e., person—job fit), the job is likely to be
meaningful. May, Gilson, and Harter (2004)
supports the idea that an encountered fit between the
person and the job is positively connected to
meaningfulness since individuals who experience
suitability are able to express their values and beliefs
in their work (Kira and Balkin, 2014). In sum,
meaningful work can be found at the workplace by
ensuring alignment between an individual's
competencies, values and purpose and the job
(Chalofsky, 2003). It can be concluded that essential
in the existence of meaningful work is the
development of person—job fit (Scroggins, 2008).

Shamir (1991) claims that meaningful work is
associated with various positive work attitudes and
behaviours, including work motivation and the
willingness to put time and effort into the job. When
meaningful work influences motivation and time
spent performing job tasks, then there must be a
connection between meaningful work and job
performance. If work is encountered as meaningful,
then individuals should be fascinated to it and be

enthusiastic to put more time and effort into their
work. Empirical research implies that individuals
who experience work as meaningful have higher
levels of job involvement and spend more time
absorbed in their work (Wrzesniewski 2003).
Certainly, individuals will take higher emphasis and
significance on things that they believe as valuable
and those things in which they find meaning. This is
likely to have positive effects on job performance.
Empirical evidences (Maslach and Leiter, 2008;
Shuck, Reio, and Rocco, 2011) indicate the positive
correlation between person-job fit and work
engagement which means workers who perceive
they have high level of P-J fit certainly show
eagerness in  accomplishing  their  works
enthusiastically and they are likely engaged more
with their work. Cai, et al. (2018) and Enwereuzor,
Ugwu, and Eze (2016) also found significantly
strong positive correlation between person-job fit
and work engagement.

Anitha and Aruna (2016) explored contributing
factors for work engagement in Indian millennial
workers. Natural work style which characterized
with every personnel adapts with other people style
of work play a significant role for work engagement.
Individual has an opportunity to work in their own
way in which create fitness between personal
attributes and job features.

So then, it can be concluded that millennial
workers will find meaningful work when they feel
there are match between self and their works which
in turn lead to work engagement. The hypothesis is
meaningful work serves as mediator between
person-job fit and work engagement in millennial
workforce.

2 METHODS

2.1 Respondents and Procedures

Using quantitative design, this research involved 47
millennial respondents from a state-owned enterprise
in Surabaya Indonesia with 5.32 (SD = 2.40) years
of work experiences in average. They were born
between 1981-1993 with 29,4 years in age
(SD=3,54), 51.06% were male and 63.83% were
married. The educational level of subjects varied as
follows: 23.40% were master degree, 59.57%
undergraduate, 12.77% diploma and 4.26% were
reported having a 2-year associate’s degree.

For the instruments, we use questionnaires in
which we administered back translation from
original version in English into Indonesian and vice
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versa. Regression analyses with bootstrapping
method were utilized to examine the data.

2.2 Instruments

2.2.1 Work Engagement

Work engagement of the employee was assessed
using Utrecht Work Engagement Scale-9 (UWES-9;
Schaufeli et al., 2006) which was the short version
of UWES-17. It has only 9 items to assess Vigor (eg.
‘At my work, I feel that I am bursting with energy,
translated into ‘Saya memiliki semangat yang
meluap-luap saat bekerja, dedication (eg. I am proud
of the work that I do, translated into ‘Saya bangga
dengan pekerjaan yang saya lakukan’ and absorption
(eg. ‘I am immersed in my work’ which translated
into ‘Saya larut dalam pekerjaan saya’). The
responses were a 7-point Likert scale range from 0
(never) to 6 (always) and the total scores reflect the
level of work engagement within respondent. The
higher the score the more engaged they become and
vice versa. In the present study, the Cronbach alpha
coefficient for the UWES-9 was 0.868.

2.2.2 Meaningful Work

Adapted from Comprehensive Meaningful Work
Scale (CMWS; Lips-Wiersma and Wright, 2012)
with 6 dimensions, 28 items and use a 5-point Likert
scale. The dimensions are: Unity with others (eg.
‘Saya mempunyai rasa kepemilikan, translated from
‘I have a sense of belonging’, Serving others (eg.
‘Saya merasa betul-betul membantu klien atau
pelanggan’ translated into ‘I feel I truly help our
customers/clients’), Expressing full potential (eg. ‘I
create and apply new ideas or concepts’, translated
into ‘Saya menciptakan dan mengaplikasikan
gagasan atau konsep yang baru’), Expressing full
potential (eg. Saya menciptakan dan
mengaplikasikan gagasan atau konsep yang baru.
translated from ‘I create and apply new ideas or
concepts’), Developing and becoming self (eg. ‘I
don't like who | am becoming at work (reverse
scored), translated into ‘Di tempat kerja, perasaan
saya akan apa yang benar dan salah tidak jelas’),
Reality (eg. ‘Di tempat kerja, kami berhadapan
dengan realitas, translated from ‘At work we face up
to reality’), Inspiration (eg. ‘I feel inspired at work,
translated into ’Saya merasa terinspirasi Ssaat
bekerja’) and Balancing tensions (eg. ‘Saya
memiliki keseimbangan antara kebutuhan orang lain
dan kebutuhan saya sendiri’ translated from ‘I have
a good balance between the needs of others and my
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own needs’). Cronbach alpha coefficient for the
present study was 0.917

2.2.3 Person-Job Fit

We used the four-item Person-Job Fit measure
which was a subscale from Perceived Person-
Environment Fit (PJFS; Chuang, Shen, and Judge,
2016). It assesses individual subjective evaluation
related to level of compatibility between job
demands and individual abilities. Ratings were
completed using a 7-point Likert scale which
ranging from 1 (strongly disagree) to 7 (strongly
agree). A sample item was, ‘‘How would you
describe the match between your professional skills,
knowledge, and abilities and those required by the
job?” which then translated into “Bagaimanakah
anda menggambarkan kesesuaian antara
keterampilan,  pengetahuan dan  kemampuan
professional Anda dengan yang dipersyaratkan oleh
pekerjaan?” In the present study, the Cronbach
alpha coefficient for the PJF was 0.881.

2.3 Data Analysis

Data were analysed using regression technique to
examine the effect of person-job fit to work
engagement via meaningful work. Widhiharso
(2010) suggests that regression model used to
investigate whether independent (predictor) variable
were able to explain the variances within dependent
(criterion) variable. Moreover, the word variance
can be altered with prediction, influence or function
of elevation or depletion. Using regression analysis
model, beside the information about what can
predict score variation, also it has the capability to
explain the power of variation itself.

Person-Job Work
Fit (X) > Engagement
(Y)
c
Meaningful
/ Work (M) \
a b
Person-Job Work
- —— Engagement
Fit (X) (Y)

bl

C

Figure 1: Regression analysis model.

Regression model with meaningful work as
mediator (M) explain that Person-Job Fit (X)
predict meaningful work and meaningful work itself
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explain work engagement (Y). The variance of
meaningful work (M) can be described by Person-
Job Fit (X) and also the variance in work
engagement (Y) can be clarified by meaningful work
(M). Complete mediation happened when the
predictor (X) did not explain the variance in the
criterion (Y) but the mediator did. Moreover, the
variable can operate as mediator when the scope of
variation take predictor as well as criterion into
account (Widhiharso, 2010).

Figure 1 demonstrates simple mediation with one
mediator. It shows that the outcome of X divided
into indirect (via M; path a-b) and direct effect to Y
(path ¢’). The ¢ path is direct predictive value of X
to Y without controlling M to Y whereas ¢’ path
explain the predictive value of X to Y using M to Y
as control. There are 3 effect in regression model
with mediator in which every effect shows the role
(in predictive function) among variables: Direct
effect (c path), indirect effect (multiplication of a
and b path), and total effect (¢’ path, obtained by
adding ¢’ and ab).

3 RESULT

3.1 Demographic Profile

Table 1. shows demographic information on gender,
year of birth, educational level, marital status, and
working experience in years.

Table 1: Demographic profile.

Profile Groups %
Gender Male 51,06%
Female 48,94%
Marital Status Married 63,83%
Single 34,04%
Other 2,13%
Educational Diploma 12,77%
Level
Undergraduate 59,57%
Professional 4,26%
Master 23,40%
Year of Birth 80-85 21,28%
86 —90 40,43%
91 - 95 38,30%
Working = 5 years 46,81%
Experience > 5 years 53,19%

3.2 Descriptive Statistics
Using percentile to categorize the work engagement
level into 5 groups. Table 2 shows the description of

respondents’ work engagement for each level.

Table 2: Grouping of respondents’ work engagement.

Level Percentages
Male Female Total
X<P20 | 1277% | 426% | 17.02%
P20< X<P40 | 6,38% | 12,77% | 19,15%
PA0< X<P60 | 6,38% | 12,77% | 19,15%
POOSX< | 1489% | 1064% | 2553%
P80
X > P80 1064% | 851% | 19,15%
Total 51,06% | 48,94% | 100,00%

Overall, the respondents’ level of work
engagement was between percentile 40 and 60, that
means at moderate category (mean=4.61, SD=
77,24). Interesting finding from the descriptive data
those were less than 20% of millennial workers were
above percentile 80 in work engagement, and the
highest percentage for a very low and a high level of
work engagement were male respondents.

3.3 Measurement Model

The hypothesis states that meaningful work serves as
mediator between person-job fit and work
engagement in millennial workforce was tested
using bootstrapping procedures simultaneously as
suggested by Preacher and Hayes with the
PROCESS macro in SPSS (Hayes, 2013; Preacher
and Hayes, 2008). To prevent trouble of non-
normality in sampling distribution, we use
bootstrapping method (Preacher and Hayes, 2008). It
recommends that a mediation effect happens when
the product of the paths between the independent
variable and the mediator (path a) and between the
mediator and the dependent variable (path b) is
statistically significant. Further, the indirect effect of
the independent variable should be significant (i.e.,
zero does not occur between LL and UL) through a
bootstrapping test.

The result suggest that his model significantly
can explain 23% of the variance (R? = 0,23, F (2,44)
= 6.54, p < 0,001). The bootstrapping result in table
2 and also in figure 2 shows (a) person-job fit
predicts meaningful work positively (B = .19,
SE=.06, p< .001); (b) meaningful work serves as
predictor for work engagement (B = 1.05, SE = 0,39,
p = 0.01) and(c’) person-job fit cannot directly

509



ICP-HESOS 2018 - International Conference on Psychology in Health, Educational, Social, and Organizational Settings

predict work engagement (= 0,17, SE = 0,17, p =
0,32). Indirect effect in person-job fit to work
engagement through meaningful work (g = .17, SE =
.07, 95% CI =.05, .33) and Total effect = ¢” +
Indirect effect (p = 0,37, SE = 0,17, p = 0,03) were
significantly positive.

Overall, the attempt to predict work engagement
via person-job fit cannot be done directly. It should
be passing through meaningful work. Even one can
have high level of fitness with his/her job, but when
the job itself cannot provide a sense of meaning,
then there will not be any guarantee that one will
highly engaged into his/her work.

1

p=0.37,p=.03

|
Work Engagement
c L

[ Person-Job Fit

p=1,05p=.01
b

p=:l7;p=32 I r
Person-Job Fit }—*‘ Work Engagement
¢’ : F

Figure 2: Result of regression model.

2

B=.19, p< 001 Meaningful Work
/

4 DISCUSSION

The role of meaningful work as mediator between
person-job fit and work engagement has empirical
evidence in this study. Specifically, the hypothesis
that stated there were positive relation between
person-job fit and work engagement in millennial
workforce with meaningful work as mediator was
accepted (see Figure 2). The present study verified a
positive direct relation between person-job fit and
work engagement, and a positive indirect relation
where person-job fit has a positive relation with
work engagement through meaningful work. In sum,
this study increases our understanding of the
meaningful work and  work  engagement
relationships and highlights the importance of
experiencing meaningful work within organizations.

This research expands our comprehension about
the connection between person-job fit and work
engagement. This study contributes to the growing
body of research on person-job fit by testing how
person-job fit can shift employee perception about
meaning of work and advance previous research on
person-job fit and work engagement (De Beer,
Rothmann and Mostert, 2016; De Beer, Tims and
Bakker, 2016; Lu, et al., 2014), by investigating
more the role through which person-job fit influence
work engagement. Person-job fit leads how
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employee thinks, behaves and in the end, engages
into his/her work. The finding of this study increases
our understanding further about the direction of the
person-job fit and meaningful work relationship and
also person-job fit served more as predictor for
meaningful work as opposed to meaningful work as
predictor for person-job fit. This research reveals
that person-job fit is more of a precondition of work
engagement, via meaningful work.

The contribution of this study on meaningful
work literature showed that employees’ meaningful
work mediates the relationship between person-job
fit and work engagement. It provides insights about
mediating role of meaningful work into the relations
between person-job fit and meaningful work and
offers new ways to promote work engagement via
meaningful work by focusing on person-job fit.
Meaningful work is a function of the interaction
between work tasks, the context in which the work is
performed, and the individual’s self-concept. When
job tasks are in line with the individual’s self-
concept, the individual will experience the work as
meaningful. Experienced meaningfulness of work
has motivating capacity and is related to increased
levels of work motivation that underlies numerous
work behaviours such as work engagement.

Furthermore, Kahn (1990) explicitly stated that
psychological — meaningfulness as well as
psychological safety and psychological availability
are preconditioned for work engagement. Moreover,
Kahn and Heapy (2014) explain how deepened
purposes has great impact in workers’ engagement.
Other studies (May, Gilson, and Harter, 2004;
Rothmann and Buys, 2011; Rothmann and
Rothmann Jr, 2010) revealed how psychological
meaningfulness  significantly  predict  work
engagement.

An insight about a source of meaningful work
also found in this study and it can be used to provide
direction for the establishment of meaningful work
through the functions of human resource
management such as selection, career planning, and
job design. The implication for the applicant stage is
that meaningful work can be created through the
selection and placement of applicants whose self-
concept matches the tasks of the job. For current
employees, the experiences of meaningful work
might be created through career planning activities
that prepare employees to follow career paths
consistent with their sense of self or via the design
of the job to generate consistency between the work
performed with the individual self-concept.

Some propositions can be derived from the result
of this study about models of employee work
engagement for millennial generation workforce. It
recommends the current models of turnover may
need additional variable in which person-job fit
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variables to be included in work engagement
models. There has been claimed that the engagement
of employees into their work because there is fitness
between self-concept with the job fit and they
experience meaningful work. Since meaningful
work is highly related to the chances of forming
work engagement, so it is important for human
resource professionals to design work that can
generate meaningful work for employees. A method
that can facilitate the development of meaningful
work in employees is using the concept of
perceptual fit in general and self-concept-job fit
specifically. Organizations can attempt to increase
levels of meaningful work among employees by
matching job tasks with individual self-concepts.

This study stressed on intrinsic factors such as
perceived fit and meaningful work that motivate
individuals to engage into his/her work. Individuals’
engagement with the organization because they feel
fit with and experience meaning through the
performance of job tasks. The addition person-job fit
and meaningful work in models of work engagement
for millennial generation workforce may validate
work engagement theories and provide a more
complete assessment of the work engagement
process. An attempt to create good person-job fit,
the management needs to consider the degree that
job tasks and behaviors fit an individual’s self-
concept. The failure to do so may cause the flop to
properly manage and facilitate the development of
desirable job attitudes and behaviors, especially
motivation to engage fully at work.

The limitation of this research concern the study
design. Cross-sectional and non-experimental design
cannot prove causality between the constructs under
study. To determine this causality, future studies
should try to replicate this study using longitudinal
or diary research designs and to explore and better
understand this longitudinal relation. In relation to
variables, some suggestion for future research: First,
focusing on factors that facilitate or hinder the
proposed meaningful work and work engagement
relationship and also examine moderators or
underlying mechanisms that may play a role in
better understanding these relationships such as
including basic need satisfaction as a mechanism
through which job crafting may lead to needs—
supplies fit (Van Den Broeck, et al., 2008).
Secondly, future research may focus on factors that
facilitate or hinder the proposed meaningful work
and work engagement relationship such as personal
characteristics (e.g. self-efficacy) or organizational
characteristics (e.g. person-organization value fit)
that might be critical in the relationship. Third,
future research on the number of samples needs to
be added so that the study has adequate sample size
and increases in statistical power.

In conclusion, this study contributes more
explanation about mediating role of meaningful
work on positive relation between person-job fit and
work engagement for millennial workforce.
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